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Preamble

The Bank is committed to provide a safe, secure and congenial work
environment to its employees and to take all appropriate measures to eliminate

discrimination against women employees and to ensure that they are not

subjected to any form of sexual harassment. The Bank appreciates that such

harassment constitutes infringement of fundamental rights to work in a safe
and healthy environment and ensures that the workplace is free from sexual
harassment, intimidation and exploitation. Every woman shall have a right to
be free from sexual harassment and the right to work in an environment free
from any form of sexual harassment. The Bank is bound to provide a work
environment which ensures that every woman employee is treated with dignity
and respect and is afforded with equitable treatment. The Bank is also bound
to promote a work environment that is conducive to the professional growth of
its women employees and encourages equality of opportunity. The Bank will
not tolerate any form of sexual harassment and is committed to take all
necessary steps to ensure that its women employees are not subjected to any
form of sexual harassment. With this objective, in line with the guidelines of
the Vishakha Committee and Sexual Harassment of Women at Workplace
(Prevention, Prohibition and Redressal) Act and Rules 2013, the Bank has

framed the Policy on the Sexual Harassment of Women at Workplace.
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1.Purpose/ Objective of the Policy
This policy has been framed with a view to

Provide to its employees a safe, secure and healthy work environment free
from sexual harassment.

Promote a workplace based on equality, dignity and respect.

Awareness and sensitization about sexual harassment at the workplace.
Prevent sexual harassment that causes anxiety and stress.

Provide formal and informal mechanism for redressal in case of complaint of
sexual harassment at the workplace.

Actively promote a social, physical and psychological environment that will
raise awareness about and deter acts of sexual harassment of women.
Define the implications and outcome of sexual harassment.

Uphold commitment to provide an environment free of discrimination and
violence against women at workplace.

Generate public opinion against sexual harassment of women at the
workplace.

Ensure protection against retaliation to complainants, witnesses, committee
members and other employees involved in prevention and complaint
resolution.

Ensure a workplace free from all sorts of discrimination based on sex at
workplace.

Take necessary steps to ensure that the women employees are not subjected
to any form of Sexual Harassment.

2.Scope of the Policy

This policy applies to all categories of employees of the Bank irrespective of
whether they are permanent employees, employees on deputation to
subsidiaries & RRBs, trainees/probationers. For the purpose of this policy, it
will also include employees on contract, daily wagers, people doing outsourced
work at its workplace as well as visitors on the Bank’s premises, though there
is no employer and employee relationship.

Workplace includes:

a) All Offices or other premises or any department, branch, unit directly or

indirectly where the Bank’s business is conducted.

b) All Bank related activities performed at any other site away from the Bank’s
premises.
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3.Regulatory reference

It is the duty of the Bank to provide to its employees a safe and healthy
environment. It is the responsibility of the employer to ensure that the women
employees do not suffer any form of sexual harassment and that they work with
respect and dignity. That apart, the Bank appreciates that sexual harassment
causes anxiety and stress which shall be prevented and if committed, redressed.
The Bank is committed to develop employee confidence in organizational
commitment to prevent sexual harassment. With this end in view, this policy is
being formulated.

The policy has been formulated in line with the govt. guidelines on Sexual
Harassment of Women at Work Place(Prevention, Prohibition and Redressal) Act
and Rules, 2013 (published in the Official Gazette on 9th December, 2013).

4.Policy Statement and Details:

Employer / Bank : The Employer / Bank means Indian Bank.

Employee: Employee means employees in every cadre working in the Bank
and on deputation to its Subsidiaries & RRBs.

For the purpose of this policy, it is understood that apart from regular
employees, this policy is also applicable to probationers, employees on
temporary / contract basis and / or trainees, apprentices, person/s engaged
on adhoc basis, daily wagers and persons doing outsourced work at workplace,
though there is no employer and employee relationship.

Outsider: Any person who visits the Bank for any work connected with the
Bank or otherwise and also would include employees and other persons of any
other organization where an employee of the Bank has to visit for official work.

Counselor: Counselor shall be a person, preferably a woman, who is
competent to render counseling service to the employees and shall be
nominated by General Manager (HRM) / Zonal Manager, as the case may be,
either internally or externally and notified from time to time.

Committee: The Committee shall be called “Internal Complaints Committee”
and formed at the Corporate Office and Zonal Offices.
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Member: A person who is a member of the Internal Complaints Committee.

Presiding Officer: A person who is nominated as the Presiding Officer of the
Internal Complaints Committee.

Aggrieved Woman: In relation to workplace, a woman, of any age whether
employed or not, who alleges to have been subjected to any act of sexual
harassment by the Respondent.

Respondent: Against whom the aggrieved woman has made a complaint.

Sexual Harassment: Sexual harassment includes any one or more of the
following unwelcome acts or behaviour (whether directly or by implication)
such as:
» Physical contact and advances;
Demand or request for sexual favours;
Making sexually coloured remarks;
Showing pornography;
Any other unwelcome physical, verbal or non-verbal or written conduct of a
sexual nature.

The following circumstances among other circumstances, if it occurs or is

present in relation to or connected with any act or behaviour of sexual

harassment may amount to sexual harassment.

» Implied or explicit promise of preferential treatment in her employment.

» Implied or explicit threat of detrimental treatment in her employment.

» Implied or explicit threat about her present or future employment status.

» Interference with her work or creating an intimidating or offensive or hostile
work environment for her.

» Humiliating treatment likely to affect her health or safety.

Workplace

Any place where working relationship and / or employer-employee relationship
between the Bank and the person exists. This includes all the Bank’s premises
or offices, any department, branch, unit directly or indirectly where the Bank’s
business is conducted (including transit houses & guest houses) and any place
visited by the employee arising out of or during the course of employment
including transportation provided by the employer for undertaking such a
journey.
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Internal Complaints Committee

The Bank shall, by an order in writing, constitute a Committee known as the
“Internal Complaints Committee”. Provided that where the offices or
administrative units of the workplace are located at different places or
divisional or sub-divisional level, the Internal Committee shall be constituted at
all administrative units or offices i.e. at the Corporate Office and Zonal Offices.

Constitution of Internal Complaints Committee the Internal Complaints
Committee shall consist of the following members to be nominated by the
employer namely, -

A Presiding Officer who shall be a woman employee at a Senior level at the
Bank amongst the employees;

Provided that in case a senior level woman employee is not available, the
Presiding Officer shall be nominated from nearby offices or administrative units
/ Zonal Offices of the Bank. Provided further that in case the nearby offices or
administrative units of the Bank do not have a senior level woman employee,
the Presiding Officer shall be nominated from the Corporate Office.

Not less than two members from amongst the employees preferably committed
to the cause of the women or who have had experience in social work or have
legal knowledge.

One member from amongst non-governmental organization or association
committed to the cause of women or a person familiar with the issues relating to
sexual harassment.

Provided that at least one-half of the total Members so nominated shall be
women.

The Presiding Officer and every member of the Internal Committee shall hold
office for such period, not exceeding three years, from the date of their
nomination as may be specified by the Bank.

The Member appointed from amongst the non-governmental organization or
associations shall be paid fees or allowances for holding the proceedings of the
Internal Committee, by the Bank, as may be prescribed.

Policy for Prevention of Sexual Harassment of Women at Workplace
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Where the Presiding Officer or any Member of the Internal Committee, -

* contravenes any of the provisions of this Policy;

* has been convicted for an offence or an inquiry into an offence under any
law for the time being in force is pending against him; or
he/she has been found guilty in any disciplinary proceedings or a
disciplinary proceeding is pending against him/her; or
has so abused his/her position as to render his/her continuance in office
prejudicial to the public interest, such Presiding Officer or Member, as
the case may be, shall be removed from the Committee and the vacancy so
created or any casual vacancy shall be filled by fresh nomination in
accordance with the provisions of this Policy.

Fees or allowances for Member of Internal Committee

The Member appointed from amongst non-government organisations shall be
entitled to an allowance of two hundred rupees per day for holding the
proceedings of the Internal Committee and also the reimbursement of travel cost
incurred in travelling by train in three tier air condition class or air conditioned
bus and auto rickshaw or taxi or the actual amount spent by him/her on
travel, whichever is less. The concerned Zonal Offices / Corporate Office of the
Bank shall be responsible for the payment of allowances.

Person familiar with issues relating to sexual harassment

Person familiar with the issues relating to sexual harassment shall be a person
who has expertise on issues relating to sexual harassment and may include
any of the following:-

(a) a social worker with at least five years’ experience in the field of social work
which leads to creation of societal conditions favourable towards empowerment
of women and in particular in addressing workplace sexual harassment; (b) a
person who is familiar with labour, service, civil or criminal law.

Complaint

Any aggrieved woman may make, in writing, a complaint of sexual harassment
at workplace to the Internal Committee, within a period of three months from
the date of incident and in case of a series of incidents, within a period of three
months from the date of last incident:

Provided that where such complaint cannot be made in writing, the Presiding
Officer or any Member of the Internal Committee, as the case may be, shall
render all reasonable assistance to the woman for making the complaint in
writing;
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Provided further that the Internal Committee may, for the reasons to be
recorded in writing, extend the time limit not exceeding three months, if it is
satisfied that the circumstances were such which prevented the woman from
filing a complaint within the said period;

Where the aggrieved woman is unable to make a complaint on account of her
physical or mental incapacity or death or otherwise, her legal heir or such other
person as may be prescribed below may make a complaint under this section.

where the aggrieved woman is unable to make a complaint on account of her
physical incapacity, a complaint may be filed by

her relative or friend; or

her co-employee; or

an officer of the National Commission for Women or State Women’s
Commission; or

any person who has knowledge of the incident with the written consent of the
aggrieved woman,;

where the aggrieved woman is unable to make a complaint on account of her
mental incapacity, a complaint may be filed by-

her relative or friend; or

a special educator; or

a qualified psychiatrist or psychologist; or

the guardian or authority under whose care she is receiving treatment or care;
or

any person who has knowledge of the incident jointly with her relative or friend
or a special educator or qualified psychiatrist or psychologist, or guardian or
authority under whose care she is receiving treatment or care;

where the aggrieved woman for any other reason is unable to make a
complaint, a complaint may be filed by any person who has knowledge of the
incident, with her written consent;

where the aggrieved woman is dead, a complaint may be filed by any person who
has knowledge of the incident, with the written consent of her legal heir.
Identity of the Complainant and the person against whom the allegations are
made will be maintained in confidentiality.

Conciliation

The Internal Committee may, before initiating an inquiry under the Policy and
at the request of the aggrieved woman, take steps to settle the matter between
her and the respondent through conciliation: Provided that no monetary
settlement shall be made as a basis of conciliation.
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Where a settlement has been arrived at under the Policy, the Internal
Committee shall record the settlement so arrived at and forward the same to
the Corporate Office / Zonal Office concerned as the case may be to take action
as specified in the recommendation.

The Internal Committee shall provide the copies of the settlement, as recorded
under the Policy, to the aggrieved woman and the respondent.

Where a settlement is arrived at under the Policy, no further inquiry shall be
conducted by the Internal Committee.

Inquiry into Complaint

Subject to the provisions (clause 8) of the Policy, the Internal Committee shall,
where the respondent is an employee, proceed to make inquiry into the
complaint in accordance with the provisions of the service rules applicable to
the respondent. Provided that where the aggrieved woman informs the Internal
Committee that any term or condition of the settlement arrived at under the
Policy (clause 8) has not been complied with by the respondent, the Internal
Committee shall proceed to make an inquiry into the complaint. Provided
further that where both the parties are employees, the parties shall, during the
course of inquiry, be given an opportunity of being heard and a copy of the
findings shall be made available to both the parties enabling them to make
representation against the findings before the Committee.

For the purpose of making an inquiry under the Policy, the Internal Committee
shall have the same powers as are vested in a Civil Court under the Code of
Civil Procedure, 1908 when trying a suit in respect of the following matters,
namely:-

summoning and enforcing the attendance of any person and examining him on
oath;

requiring the discovery and production of documents: and (3) any other matter
which may be prescribed.

The inquiry under this Policy shall be completed within a period of ninety days.

Policy for Prevention of Sexual Harassment of Women at Workplace




py=— ihiais Policy for Prevention of Sexual Harassment of Women at Workplace- Version 2.0

Manner of Inquiry into Complaint

Subject to the provisions of the Policy, at the time of filing the complaint, the
complainant shall submit to the Complaints Committee, six copies of the
complaint along with supporting documents and the names and addresses of
the witnesses.

On receipt of the complaint, the Complaints Committee shall send one of the
copies received from the aggrieved woman to the respondent within a period of
seven working days.

The respondent shall file his reply to the complaint along with his list of
documents, and names and addresses of witnesses, within a period not
exceeding ten working days from the date of receipt of the documents.

The Complaints Committee shall make inquiry into the complaint in
accordance with the principles of natural justice.

The Complaints Committee shall have the right to terminate the inquiry
proceedings or to give an exparte decision on the complaint, if the complainant
or respondent fails, without sufficient cause, to present herself or himself for
three consecutive hearings convened by the Presiding Officer. Provided that
such termination or ex-parte order may not be passed without giving a notice
in writing, fifteen days in advance, to the party concerned.

The parties shall not be allowed to bring in any legal practitioner to represent
them in their case at any stage of the proceedings before the Complaints
Committee.

In conducting the inquiry, a minimum of three Members of the Complaints
Committee including the Presiding Officer shall be present.

Other relief to complainant during pendency of inquiry

During the pendency of an inquiry on a written request made by the aggrieved
woman, the Internal Committee may recommend to the employer to:

restrain the respondent from reporting on the work performance of the
aggrieved woman or writing her confidential report, and assign the same to
another officer;

transfer the aggrieved woman or the respondent to any other workplace; or
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grant leave to the aggrieved woman up to a period of three months;or
grant such other relief to the aggrieved woman as may be prescribed.

The leave granted to the aggrieved woman under this section shall be in
addition to the leave she would be otherwise entitled.

On the recommendation of the Internal Committee the Bank shall implement
the recommendations made and send the report of such implementation to the
Internal Committee.

Inquiry Report

On the completion of an inquiry under this Policy, the Internal Committee shall
provide a report of its findings to the Bank within a period of ten days from the
date of completion of the inquiry and such report shall be made available to the
concerned parties.

Where the Internal Committee arrives at the conclusion that the allegation
against the respondent has not been proved, it shall recommend to the Bank
that no action is required to be taken in the matter.

Where the Internal Committee arrives at the conclusion that the allegation
against the respondent has been proved, it shall recommend to the Bank:-

(i) to take action for sexual harassment as a misconduct in accordance with the
provisions of the service rules applicable to the respondent (if he is an
employee) or where no such service rules have been made, in such manner as
may be prescribed by law; (ii) to deduct, notwithstanding anything in the service
rules applicable to the respondent from the salary or wages of the respondent
such sum as it may consider appropriate to be paid to the aggrieved woman or
to her legal heirs, as it may determine, in accordance with the provisions of the
Policy:-

Provided that in case the Bank is unable to make such deduction from the
salary of the respondent due to his being absent from duty or cessation of
employment, it may direct to the respondent to pay such sum to the aggrieved
woman.

Provided further that in case the respondent fails to pay the sum referred to in
clause (ii), the internal committee may forward the order for recovery of the sum

as an arrear of land revenue to the concerned District Officer.

The Bank shall act upon the recommendation within sixty days of its receipt.
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Punishment for false or malicious complaint and false evidence

Where the Internal Committee arrives at a conclusion that the allegation
against the respondent is malicious or the aggrieved woman or any other
person making the complaint has made the complaint knowing it to be false or
the aggrieved woman or any other person making the complaint has produced
any forged or misleading document, it may recommend to the Bank to take
action against the woman or the person who has made the complaint under
the provisions of the Policy, in accordance with the provisions of the service
rules applicable to her or him or where no such service rules exist, in such
manner as may be prescribed:-

Provided that a mere inability to substantiate a complaint or provide adequate
proof need not attract action against the complainant under this section:-

Provided further that the malicious intent on part of the complainant shall be
established after an inquiry in accordance with the procedure prescribed,

before any action is recommended.

Where the Internal Committee arrives at a conclusion that during the inquiry

any witness has given false evidence or produced any forged or misleading
document, it may recommend to the Bank to take action in accordance with
the provisions of the service rules applicable to the said witness (if he/she is an
employee) or where no such service rules exist, in such manner as may be
prescribed by law.

Determination of compensation

For the purpose of determining the sums to be paid to the aggrieved woman, the
Internal Committee shall have regard to:-

the mental trauma, pain, suffering and emotional distress caused to the
aggrieved woman;

the loss in the career opportunity due to the incident of sexual harassment;
medical expenses incurred by the victim for physical or psychiatric treatment;
the income and financial status of the respondent; (e) feasibility of such payment
in lump sum or in instalments.

Policy for Prevention of Sexual Harassment of Women at Workplace
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Prohibition of publication or making known contents of complaint and
inquiry proceedings

Notwithstanding anything contained in the Right to Information Act, 2005, the
contents of the complaint made under the Policy, the identity and addresses of
the aggrieved woman, respondent and witnesses, any information relating to
conciliation and inquiry proceedings, recommendations of the Internal
Committee and the action taken by the Bank shall not be published,
communicated or made known to the public, press and media in any manner:-
Provided that information may be disseminated regarding the justice secured
to any victim of sexual harassment under this Policy without disclosing the
name, address, identity or any other particulars calculated to lead to the
identification of the aggrieved woman and witnesses.

Penalty for publication or making known contents of complaint and
inquiry proceedings

Where any person entrusted with the duty to handle or deal with the complaint,
inquiry or any recommendations or action to be taken under the provisions of
this Act, contravenes the provisions of this Policy, he shall be liable for penalty in
accordance with the provisions or the service rules applicable to the said person
or where no such service rules exist, in such manner as may be prescribed.

Appeal

Any person aggrieved from the recommendations made under Policy or non-
implementation of such recommendations may prefer an appeal to the Court or
Tribunal in accordance with the provisions of the service rules applicable to the
said person or where no such service rules exist then, without prejudice to
provisions contained in any other law for the time being in force, the person
aggrieved may prefer an appeal in such manner as may be prescribed.

The appeal shall be preferred within a period of ninety days from date of receipt
ofthe recommendations.

17. Duties of the Bank

v Provide a safe working environment at the workplace which shall include
safety from the persons coming into contact at the workplace.

v Display at any conspicuous place in the workplace, the penal
consequences of sexual harassments and the order constituting the
Internal Committee.
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v' Organize workshops and awareness programmes at regular intervals for
sensitizing the employees with the provisions of the Policy and
orientation programmes for the members of the Internal Complaints
Committee.

Provide necessary facilities to the Internal Committee for dealing with the
complaint and conducting an inquiry.

Assist in securing the attendance of respondent and witnesses before the
Internal Committee.

Make available such information to the Internal Committee as it may
require having regard to the complaint made.

Provide assistance to the woman if she so chooses to file a complaint in
relation to the offence under the Indian Penal Code or any other law for
the time being in force.
Cause to initiate action, under the Indian Penal Code or any other law for
the time being in force, against the perpetrator, or if the aggrieved woman
so desires, where the perpetrator is not an employee, in the workplace at
which the incident of sexual harassment took place.

v Treat sexual harassment as a misconduct under the service rules and
initiate action for such misconduct.

v" Monitor the timely submission of report by the Internal Committee.

Miscellaneous

The Internal Committee shall in each calendar year prepare, in such form and
at such time as may be prescribed, an Annual Report and submit the same to
the employer.

The Bank shall include in its report the number of cases filed, if any, and their
disposal under this Act in the Annual Report of the Bank or where no such
cases are reported, a NIL report may be submitted.

Preparation of Annual Report

The Complaints Committee shall prepare an Annual Report, shall have the
following details:
Number of Complaints of Sexual Harassment received in the year.
Number of Complaints disposed of during the year.
Number of cases pending for more than ninety days.
Number of workshops or awareness programmes against sexual
harassment carried out.
Nature of action taken by the Bank.
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Implementation of the Policy

The Policy is implemented with immediate effect. The following actions are
complied with.

v Communication of the Policy as a Circular and making it available in
Bank’s Intranet for reference of all employees.

v Display of Constitution of the Internal Complaints Committee in Bank’s
Intranet for reference of all employees.

v Implementation as a part of the corporate induction.

v Reporting of cases and its resolution in a calendar year in the Bank’s
Annual Report.

v The GM (HRM) shall monitor the implementation of this Policy and shall
inspect records related to Policy on sexual harassment and its
implementation.

DP & Disciplinary Authority / Appellate Authority / Reviewing Authority

Under Regulation 24(A) of Indian Bank Officer*s Employees (Conduct)
Regulations, 1976, “sexual harassment” has been defined as “misconduct”. As
per Regulation 24 of Indian Bank Officer Employees™ (Conduct) Regulations,
1976 (as amended from time to time) a breach of any of those Regulations shall
be deemed to constitute misconduct and is punishable under Regulation 4 of
Indian Bank Officer Employees™ (Discipline & Appeal) Regulations, 1976, as
amended from time to time.

Under clause 5(t) of Memorandum of Settlements (Disciplinary Action &
Procedure therefore) dated 10.04.2002 for Workmen, indulging in any act of
ysexual harassment™ of any woman at her workplace is to be treated as “gross
misconduct”. DP will be initiated under the above Regulations. The Disciplinary
Authority / Appellate Authority / Reviewing Authority for Officers and
Disciplinary Authority/ Appellate Authority for Award Staff in respect of
Disciplinary Proceeding matters in the Bank will be the same for Sexual
Harassment of Women at Workplace in our Bank as mentioned in our CO:HRM
Department Circular PRNL.137/2008-09 dated 18.03.2009, which provides a
detailed account of the jurisdiction in respect of DP matters.
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Legal Support to Presiding Officers /| Committee Members against whom
motivated false complaints have been made.

In case of any motivated false complaint / litigation made by the respondent in
any Court of Law against the Presiding Officer / committee members of the
Internal Complaints® Committee in connection with their findings /
proceedings / report / enquiry on a sexual harassment complaint under this

policy, the Bank will bear the legal expenses / professional charges incurred by
them in this regard.

5. Resources
Not Applicable

. Roles & Responsibilities

The GM (HRM) shall monitor the implementation of this Policy and shall

inspect records related to Policy on sexual harassment and its
implementation.

7.Role of Internal Audit and Compliance

» Annual Management Audit by CO: Inspection
» Vetting of Policy by CO: Compliance during annual review

8. Review of Policy

» Three years or next review, whichever is earlier
» Need based

Policy for Prevention of Sexual Harassment of Women at Workplace
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FI MATTed B | do ot ft bR & Aids IS Bl TG1d T&! BT d2lT T8 JleATd Bl b felg

Tft IaeaE FeH o B g ufdes & 7 S A1 Afger wiart &1 5 off UeR F e
IS BT HTHAT A6l BT US| 39 3697 & W1y, faemmr AHfa & 3R wried w® Aigaret &
e Icdiee (feamor ufase ofik ufddiy) srfafam sk femaer 2013 & Renfadert & aewy,
d T BRI W Afgrsi & Whie Idisd Jaul Aifd fasfud & &l
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1. S 1w / ST

g AIfd femie e 35l Bl eleTd | T fSsiud H1 TS ¢

31T HHATRGT BT AT IS o b GRIeid, W& 3 e BrHdbrei URAA UG HeeT |
THTEAT, STRAT 37R T TR TR BIawre 6l 9emdT &7 |

BTIIT TR i PTh IS b TR H STPRsedT 37 TS eheuT BT TR |

T 3R TATT BT BROT Tl AT AR IcdIS BT fAqRT |

BTIIT TR A RTh Icdiee bl frhrId & AT | foamuer & few sftumnve siiv sretu=nie o Ug
P

Tep TSR, ARINE 3R AGIdTEE URALT Bl Hlehd BT A IGMAT ST ST HigoATST & dlid
Scled & Pl & TGN H STPRbBAT FTST 3117 IADT IHATH B |

AT Scdiea & fafgared i uRom &t ufenfya sl

PR W AfgATs & HATE Jedmd ik B I 36 aRIer UG el Bl Ufdesdl &I a1g
YT |

PIITI TR HigeA13ft & Al ST & fHeATh STHd R el |

o aaemdia, sargl, IfAfa & et ot fierad FareT vd THme § 98 o= HHATRAl B
ufdeie & et JRa Jafd ol

BRI TR i3 o SR G T bR b AT A b Bl JiAT9d BTl

TE TS Beet & TG MTeTF BGH IS 1o Aleedl HHATNA] BT Tbedl 1T UHR & @i Icdied
T ATHAT 61 Bl Us|

2. fifd *T grERT
T <Aifd 9% & I AT0IaT & FHATRGT IR AL BT 8, TTe AT BHART 8, WeAE Haredl 3
SRS | Ufafag HHans i, ufere]/ufvdtermdiia g | 3 <iifd & Uaistene), S0 STy W B B
Il BEATY, S TATHIM, BIERIA TR 3T b T BT e Tl AT 3R 6 &b gRER F 3
Tl T oY AN B, ol &Y, I A1el e 3 FHum) Bl IS Hee 27 ¢

Frdwee & oot &:

T) Tt Frafetd a7 31 IR AT IS T, T, SH1S STet Uedel a7 Sciel % o dob Bl aar
Tafetd T B

o) o aReR o g2 TohuT 31 ATl IR Bl 7Tl arett ¥t S et sTfafafeat |
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3. o ot
d &1 78 A & & I8 31U HHarRal o qRiga i awer ufvader uge & | a8 giafdd s faaimsr
&1 g € b Afge sHaRat o fadt ot ave % i Siea BT FTHAT T8l Tl S 3R F T

Td AT & T BTH By | THP AT, §b TH ITd Bl AT ¢ {6« IS F=ar 3R =g &1
HROT FeIdT & TSIl JepT STl Afe 3fiR afg O gam €, df I9est farver foan se =nfen| 9% «ifie

IS Bl Ap P [T TTSATHP UldagdT A BEATREG! BT [T faeiad & & 6w ufdag g1 g

3697 B T H Td §Y, e AIMd [SUd bl ST ¢

Tg Aifd P W At & dfie e (Fawer, ufasy siv ufady) sifufaaT siv g,
2013 (9 fHeR, 2013 FI MBI TS H UHId) et IRFBR b Genferceit & ey dar &1 718
2l

4. Afd wua iz fRHawor:
a1/ %: fder / S aad Seaade a e |

FHAR: FHAR F daIcqd d6 § FrRd TS Jail & BHANREl adT 306! Jgidd dufadl 3R
aaRet & ufafag s w wrded st F 8

9 dIfd & UdieEnd, 98 9Ee Siar ¢ fo Safa sieiRal & araran, gg ifa ufedieme,
ITRTAY/ ST TR YR Brivd HHATal 3fv/ar ufereromedt, ufdregsii, agef smur 1R wrdvd e,
i I o FTdwre W 3MISeHIg w1 dvel dTel Afthal Wt &P gidt &, Fafd gerd ferdiesr
3R YR BT BIS HaY Tl gidT ¢

A AfH: BIS off afs S 96 I Fafed a1 37 fel &1 & e § F amar 8, 398 falt 3=
e & BHART 3% g Afts Y enfae g5 STet § & fpelt HHuRl &f anftiwiiRe & & foe S
PEGIA

TRTHRIGTAT: WRTHIETAT U fth &I, SIfUHTea: T Afgar, STt wHaTRal & Wil JaT Uge & |
T Bl 3R I HeWEU® (TINRCH) /3iaad UauUd 8T, ST |f AT &, SAide a1 arest B0 o

ATfad 3 THT-THa UR gfed et S|

wfEfa: afafa = "sriafve foema IfEfa” w1 ST 3R SHHET Mo BUNe BT R 3

BT A fBar STTeT |
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e Ig Afh o1 3R forhrad Aafd & ue gl

Yiereia ifaent: 98 fh S 3ridie fRierad JiHfa o1 derdiie sifgery St fear s/@r &l

A Afge: ot Brivere & Hau #, fet off ang &) Ol afge, o fF)fSa & ar =), st ufqaey
BRI 17 SIS o TehelT BT o Tl ol NPT oIl & |

yfaast: S fag @faq Afgen 9 w1 uRarg fear g1

AR Idiga: it Iaiisd & 3idid fafafea 1§ Te a1 aifte saifed w14 a1 Faer (I
TeT 0 o A1 [9aferd ) onfie &, reid:

> ARG Tuh 3R SPATH:

AT STIHdT Bl HIT AT SR el
AT areges fewforat e,

el Afeca foar;

LW A~

AT Upld BT BIS N ATB1T ARG, HifHw AT 3 rar feferd STraReT wee|

3=y gRfEfaal & -y fSufafad uRfefaat, aft o @fie saie & et o ar stRor &
e 7 I € AT e § A1 39 Hag §, Whie Icd1ea B Pie 7 3T W |
> Ik [Agiste # ST FagR o1 faaferd a1 Jeas a=e S|
> ISP a7 Afgdas? FagR ol fadieid a1 JRas yHeb! S|
> TR
> ISP B H gXALT BT AT IHP (ol Q FTHART IT HATUBRT AT Ufdeped B TdATeR0T Floid
pIT |
> IUP Y T YT Bl TATIAd el BT TATIET ITeAT STUHTAST D A8 BT |

HERIA

F1S off T STeT §F 3R afth & Teg F Fa R/ 3rerar FEeBT-wrE Wey Hieg &1 39
el a7 AU BY A 9b b il TRER AT Faierd, BIS HY T, oI, ToTs ofHe € STel §b
FT FIAT TATAd eidl & (2ifoie B8 3R e BRd Afed) 3R oo & S&d a1 39S UHH &

ST BHATT GRT USRI BIs T {5 3idsid OHT I B & (ol Q fSaIsTe gRT U &rd]

a7 gRaee ot €1
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riafRe aRag wiEfa
¥, fafad snger grr, “ariaRe uRare AfEfa” ame ve AHfT &1 76T FoT W STel Braw
FATAd T YRS gfete, Ta-fia w1e a1 e a1 Suss TR W fafed €, a8t siaRe afmfd

AT TR gfele AT Braferd | TMEd Bl ST J2AT BIUNE BT Td 3T Bdictdl Hl

= e S o

JiaRe gRag afffa o1 ea sriafves wfEfa, s grr amfEsierd feu s ate fSufefed
ol A THetd Fopfl, 31T —

T UarRile STfUee, S HaTRal 3 F 9 7 aRE %R 1R fSaifsid Afear e,

g Tt aRe TR BT ARAT FHART & IUAH FAe! elel Dl G0 H, Yo AUHRI, 6 & Aot6idb
F BT T UMD gfeie / 3T Briterd o Afeeeid [6aT| Teg I8 3R {6 I & Teigie &
PRATAT IT YLD g H GRS TR DI Algell BHART Aal glel bl GT |, USRI THBMRI,

BIGINE BT A THIAe T fpaT ST
i

FHHATRAT | A g1 A A O WGed, il Algell bl IRAT & Ufd A= 30 F Ufdas ¢ a1 St
T TR F1d & 1va & a1 fafos I 81

TR-TBRT TTed a7 THIETL § o OHT Ueh Weed il Higcll ol JHWT & Ufd Ufdds & a1 o1
IS Afh, ST inid Icdied I Hafed g o Jurad gl

Ud, IE 1o 3 UBR SR Bl TG H A BH A BH 310 TG HAigelTs gl |

3fTaRe AT BT TR IfUhERT 3R Ut TG U A 6l dRid i a9 F eftd
BT U 3 &b AT Ug UROT BoT, STt §b gRT A& &1 =i

R-TER! Wired a1 THIReeE § F fag® {6t 8 e &t rfaRes afafa &1 sdarfea @ & fog
ST g O B a1 v, St fafed fosw Sie, e foew Sei |
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STel SfiaRes AAfa o1 Tori AfOHER! a1 B e, -

» 2T AIfd & UG BT Joeoe BT &

= It STy & foie Regiy aexman 1 € a1 39 faws doria vga fosdt fafer & s
fefY STURTE T I ST wifed & AT
fopegl srgemafaes wrdarfeat & St urar ar/ st § a1 39T/ 30h! favg FIS SreRmfas
FHIAATE dAfed &; AT
37T ERITT BT T UBR GEUANT Tl &, TSI I/ ITH! Ug TR el YgaT dleh fod TR
Ufdgpel TITT STAel Tl &1 a1/ 8, agl, Fa7/efd, O Uieriia Siftisdrt a1 weed &l
TAIT & 2T 13T SIS 3iie 3o7 Fepre Gfeta 1ofan et o= snrafanies Rfts @t g1 i

P IUGH b AR AT ATHAGLI GRT HRT S|

iafee Aiffa & 7 & AT b a1/

R-TepR! Wil # o g g T8 wew sriaRe Wit & wdaret s & fog ufafe g =t
UL BT ST U BT §HGR BT 3R AT & & 3 2t oo arareepieid et a1 ardidieid av 3fiv
3TTeT RererT AT Sl I T el H T AT Wd AT AT UR IWP GIRT T4 bl ¢ qredides Wi, S
FH &, BT Ufagfd & STeht| §6 F Fdftd de saied/HaNe Batad o F e & o
IRGTAT BT |

U1 A6 WY, Wikie Safiga A Heftd JE 3 gRRaa &

e Icdies I Waftd g O guifia @t ag @t g S u
R faoTesTar & ud gud fafefea § & B8 ot onfae & Jawar 8: -
(Q) HATETIT b TRbIHOT Bl fGRIT # et HTATISIep URRRATIAT BT feH0T el aTel ATHTSIR
BIdbd] foleg ATHISIE B4 & & B TF [T BT T BIERIA TR W 1h IS Bl HSITEd B BT
FH A BH U 9 BT 3T & () T8 Al i o, T, [afae a1 sRiias Hiee o uRf<d e |

TRag

H1$ AfId AfeeT, FEived W dAfiie Iaiisd &1 uRkare, TedT B aR 3 die 718 &I 3 & fidR
3R JTeTag Tearelt B o § Sifdw gear Fr aRkg | di 71g B iy & ofiae, fefea H,
NTaR® AT B B APl

g S8l U yiaTe, fifEd & 98t foear S Hebar & 98, geni@fd, sridie |fEfd @ dereiE

A~

fiep IcdTeel I Heifed qaf

ATUBRT AT BIs Wee; Algall Bl feif@d J ulRarg wxa & foie It Zitsges TeradT Ug &,
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g gg 3fiv b, genfeaifq, sriafe 9fffd, weeg fFe ST arel SRl @i 718 T srefod &l
THI-TT B ToaiRa & 9, afs ST ag o & Srar ¢ f ufeaar S o) e
HIgeT Pl Ih SATH & IR TRATG BIsel Hhed A fqaried fdar 2T |

Tl <gfed HigeT, U= ARIRE a1 ATfae S=miar a1 o & HROT T AT URATG Hed J
I § TET IHBT BT STRIUBRT AT VT 31eg s 511 [afed [3ar SI1Q, 36 URT F 3= qRarg
PR TBI |

STel Sfeid AfgeT STU=l! QRING STefHdT & HRuT forerad gt &vd & e ¢, agl

3% RedgR, i, at

Ib HEBHI; AT

ST TG SITET 3T2faT I g TN B SfEIBRT; R

i Afgen ! failad Jgald ¥ wis @fe 9 gHweor & SaeR! 8l gR1 Riead graR & 51
Hpdl &1

STEl e ATgeT 3TUsi HIARG D S&THdT & BRUT Tiead wve & e ¢, agf forerad Hafefad
SR gt BT STT Hehel| &~

3% FRedgR, i, ar

faoy fereres; aT

g Ao 3TeraT HeTaiTiees; a7

TRereh 3TeaT UTHesTs! TS TReroT § Ieh! Sxv ey Fifdsear g 38 &l an

Bl Afth ST UBI0T bl STBR! 81, IHD RUAGR, G T a9y foretd a1 ahg Aeiiidodd sremET
HaTfers a1 W& 7T UftdhRl & JT TS B0 | ST TeaToT § IHH! o3 arar fafdear
Bl T8I B g7 forTad graR <y S Webd &

c—~ — —

STel eafed Afgatr fbat 370 BRUT & foibad T81 e Hebd! &, dl IHb! Tl ed TeAd o BIS A
TSR et BT SR 81 fRiehTad e TehdT &)

STET ATeId HigelT Bl §eg &1 TS 8, T6T IHb BIga] IJAATHBR Bl (el ad Hedld & HI§ b f&a
UUT bl STTTRTe! &, g fRreTad st @l ST Hebd! g | foidhradedt ik i <afts & e 3miy
STITC 1T €, IThT UgaTe JU=1g T ST |

Jelg

IfaRe AfEfT AT F i St s wea I qd 3R aferd Afget & 1Ry W, Yol & ATy I
U 3R Ufdarer & 99 AT &I fFuere & IUTT wR T U Bie Hifed RS, Yolg b
TR & WU | oTg! {1 ST
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STt <Nifd & Srefi B Twsitar & 1 8, 9, FnRAfq, sidRe AfEfd, 9 ueRr e e e

P MATATRET BTt 3R ITBT Wefoid BIUNE BT / 3T BT BT THY BRATS, ST FHBIver

# fafiifee 1 sie, @ & fae Soph |

genfefd, stiafe A, Nfd & sria sffefed feg ste aweia o ufqar afeq afgar ok

UTaaTS! BT IUCTeRT BRITT |

STEl A 9 3TefeT IS JHTHTE &l SIdT €, 9af, FATRATd, iaNe Jaid eI BIs 3R St q8! 6l
SITQIT |

e & S

AT F IuGy (W 8) W 3Tl Yed g€, FATEATT, 3riale wfAfd st ufdarer #1s FHant 8, agf
UfdaTEr T IF] TaT foras % Iuee 3 STRIR URarg &7 St Fe 1 BriaTel Heil | g STeT eferd
Higar, FATRAM, sTiaRe AT B 78 Jfod ! & 6 Afd (TS 8) F il fore sTe weiia & fosatt
e a7 oK BT Ufdars! gRT ST T8t fbaT 31T &, T8t stiaRe afufd genfefs, ufvarg o s
T P ToTT FEIATEr BT | T I8 31 Tk ST S| U8R BHUR! &, 967 U&ThR P, ST & ST &
R, TS BT 3w a1 s o o 6 ufa Sl veier 1, |iafa & wwer faewst & faeg
NG Bl B IThT T T P [T IUA] TS TSI |

Afd & eha g B & UdieE b fog, garafd, siahe At o agr oafeal geh, s
afead A & d9 | ol 918 &1 [duRT ®ed 99g [&fda uftear wfegdr, 1908 & 3eiie
ot fafae =omatera ® fafga €, srafq—

TRl cafth Bl HHS e 311 IHBT BTISR PRI qT IHhT T TR LI B,

ohegl gRdTaST & UBeIBeT 3iiR Uer fohQ STl &7 31Ul Fovell; T (3) T Bl o1 fawgy, it fafgq
fsar =TT |

3 <Afc & I ST e 3= Y arafer & iR R B ST
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ufang s A

Afd & Sugul & 3reiie fermraamdl &, feiwad gol wed 9o, fRiead 9fbfd o Riead & o8
Ufaa, eI Gedras a2l WTTea! & A 3R Ud Tied IRqd &l 8|

et utH gt W, ferwrad wfafd, @afaq afger 3 umw ufdat # 9 v ufd 91d & fgawdi & e
MIGEIEAEAR ST

UfdaTet 1 fOmed TR STUaT AR GxdTdsil bl It T JTierdt & 9 3fl ud & e, gatdsi bl
UTTH & dRRT & g B fgawl o srafud & rafer & idv grise et ghm|

feremTaq wiHfe, fomraa &1 Sira Uieide =g & fasidal & AR sl

Ffe ferpradedl a1 Ufddrgr Id BROT & T&eT TeriTeT STTeibrl gRI §alTs T PR diel Jefdrs H
IufRId g1 § fata Ygar ¢ qf foieraa AfHfa o1 Siig Brdarel TH1H e a1 Rierd W Teuely
Toig &7 BT ATUBER BRI Ford e ST IATY a7 ThHueild 311eer, Hattd Uel Pl Ugg 1 Ugel

ferfera & sifew e o= urfea <8t fosar 51 Hepar!

ufqarfeat @1 fereraa |fafa & wHer wrdarsr & fedt «ff TR ¥ 396 A8 Bl Uldf[itd & &
ToTQ Tohelt I eI Bl e Bl AT =Tel Bl |

ST b SR, TerRie rfoeRT Hied foibrad HiHfd & &7 & HH did T Iufd 8|

AT wifee g & SR 3 e

fan e e

ST Wied 8 % SR, fed Afger g e e fafEd sy W, siafie |fEfq, fHases o
frafefea fawrfver o T

gfdarel &1 eaferd Hfgell & H1d fqurea w R & a1 37! Mu=tg Rue fdwe, dur a8 #1d
B IBCar R RE

Zfad Afgetr a1 ufaare! o1 foeadl 37 Brieelel U9 RATATeR0T 6T, aT
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ZTeId AT Bl Al H1g qh DI AT BT B! TG BeeT; AT
T AfgT Bl AT 37 I8d, ST fafed Bl SIS UgTel el |

T URT &b 37l Afad AT & sreed Bgl Ol ©gl & 3ffdRes gpil, ’ad feie a8 32 ghgR il

AiaRe JHT BT FTHEIReT IR, d6 6T 78 HHEIRT &1 Faifcad B 3R OF Hai=aas @ RukE,
FefEfd, ide HETd B AT |

i Ruie
3 <iifd & Siaia Siig 92t 819 W, sTiafves AT Stia gRt 819 &1 aRie & g =t &1 srafer & fiaw §
Bl 370 fersmut T FRUTE Uegd ol 3fie Tt RUTe Tdiferd TersRi & Suered Fere ST |

STeT stiafves WAl s feosry wR ugad! & o ufdarsr & fowg sifseier anfaa =it €an &, aei ag S5 =1
Tg w1 Bt fb Aol § BIE Brars et sty sriferd =g €

STel SfiaRes AT 3 fovpy R ugad! & o ufdars! & fawe T |ifad & 721 &, 98, a8 d o

et & foe RAwTRer Bl -

(i) ufdarer = @r] 3T foes! & gauTe! & SR wibie Icdied & foe ufdargr (A a8 waant
%) W TR & B F BRATS B SIS I STeT, O Fay foam T8} 918 ¢ §, T81 P gy Fuila
Rl A BRATS I SIT; (i) Uldargr W o] JaT =g i # {Bl o1 & gid gQ Y, ufdargl & da< a1
HsTge! & AT TN BT LNt BT S, ST TR & Td AfAd AfgelT a1 3B Bl JRIEBRT Bl
ST TS foba STTe, ST o6 <Hifa 3 UTaiTeii & o1 sraenfed fasar ram gi:-

14 o afe d ufdarer & zaet I srgufead Y a1 faaisa & T 81 ST & HRUT I0S Jaa o T
el deel H 3w ¢, ol ag ufaarer &I, AfAd Afgett Bl G AT BT 9PTaTe Beel BT fef ol & Tehar
2l

g I8 o & afe ufdardy, @i (i) & fAfie wfer &7 e v # s/t wedT &, T Siidfve aiEfd
e fSTeTT TR Bl -3oa & IH1aT & B H AT BT Rl &b ToTQ TG0 SR o Tl |

do FaeTRer UTH 819 % M6 ot & v 39 W BRaTs B
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e an pigaTget uRang wd fear wigg & feg gog

TRl stiaRe AfEfd g fawed w ugad € & ufdart & fowg s gwget § a1 wafq Afger ar
GRaTg Fvel 1ol Tobal 31 eafeh of Ig STerd g T ufvang foa ¢ o g foean € ar eafaa #fgar a
AT ave aTel Tt 31 afts o HIS STTell a1 Ui gadTdst U 14T &, df |fafa, afgar ar arr
F I <fifd & UTaUTe & dgd, 39 YR oF] 9T o] & UTauTel & TR a7 STel Gl ®ig udT
oo e =12t € aef fafer Ty Fuifa W% @ Séars we & faw S @1 fGwher & aad @ -

T2 o FBact uRaTG B i Bl a1 UAid T SUeT TRl H SRAAAAT & AR W, 3T URT &
3TN URATS! & fdog HraTs w6l &l Siie:-

W] g 3R 5 fbelt Frarg 1 Awier fbe s & gd, fafzq uftkar & arqar St & & v
TRATE! T 3 A suqvT 3nerg g fasar strem|

STt stiaRes wfifd g forsad w ugadt & o5 Sita & Sierer foselt stare & Terd wnez f&ar € a1 18 S
T YT GXATdST U (64T §, T8l I8, §b BT 3 418 (A 98 FHARY €) W oy Jar gt &
TTHTE] & AR FBRATS Bl bl [ABIRLT T Thd! & a7 STal AT bis W fer fagmme el €, aai
FI g1 Ui deics & BRaTS T bl 8

TSt & fauiver

T ATl Bl WPIATE DI ST ATl AT BT FTURT Td THT fiaRe Affd [Hefefed ol @ J
WY~

Zfed Higell W T A JTET, UIST, T Td HTeTHb BE;

AT SIS T TeAT & BRUT ISPIR & 3IHR BT gl

ST gRT IR a1 Aafefeada TR & foe g Rifecr =a;

ufdanet B st sf fadia &R ; (8) wored a1 fewal & ¥ e 1 wrear|
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uftang Y siddwgait i ST Sl & UHTRE AT AHeiae B BT Afaay

I BT SUBR Tfufegd, 2005 # {oul o1d & gd T I, Aifd & dgd URdTg I Siddedail, efed
nfgar, ufdarer sfiv wferat &1 ugane ofiv ud, geig iR STig wrdaredl & Hafd fedt SeenT,
Hiafvee WA BT FAwETe qer & gRT 61 7S Hrars &, el off AT |, gerfera, I i Hifzar

Pl IR AT AT STieich el Tl ST -

qq, 3 SNifd & e i Saiiesa & fomadl Uifed &1 uea =g & dau § Srerer &1, fad afgar
3z wferat & 9, Ud a7 UgATe a7 3! UgdTe bl Udbfedd ded dTell fheal 3= faferfSat ol uwhe
Tomg faa, foa s |

ufkeng & siadwgelt siik St FrEmfEal F UwTe ar Wrwiae Hea O At

SRl BI$ Afeh, fSae! e arfufaas & Iudel & arelia uRarg, sirg a1 g fawrief a1 &) st arelt
BTATS BT TATAS B IT IH TR BIIATE! el BT Baed HIUT 3T &, S b TTIET! BT Ioeieel bl
¥, T8T 9 Ith ATth Y TP Wl T9gH! & IueHl & SFTHR AT STg) O Ja faa# faasa 781 €, agi o
ifd T, Y fafead &1 g, At & fog grdt ghm|

e

3 ifd & dgd wrRel a1 Ot [wiiRell & wgifad o fhe I 3 aafdd ®is aAfh, 3% @Al &l
] Far gt & IuSHT % SHGER AATed a7 TAIEeER0T F et Y Heba a1 Sl OF I foam
fSerer 1€t €, 8l doawa ugn Tt org fafer % Syl W ufdeer g stet f5e, <afeq e o=t
3ifd A, S fafgd &1 i, s1diet & T |

g U, AW U & ol o1 <hY 31afel o *fiaw &l STrasil|

17. 9% T HaA

v BTARI R IR ITATaR0T IYcTeR] FHRET, Toierds sidsia wrdveiel U {Ue H 3T dTel AThal
J Fear oft onfFet £

v DT SIS & GUSTH® UROTH 3R orfaRe Afafd & Toa JeHT el &l Hwrdvere o fosedt
TESTEed T IR USRI e |

PRI W Afgeeit & @hie Iaiied & faror ig Sifa Uy 15




|
& e PRI W Afgereit F @hie aiiea & fawror ¥g Sifa- wwwr 2.0

v i & oraemet % R # wrarat B et 9 & e i siavret W e qar
SIPddl BEAFEH R stiafe uiarg afbfd & aex & foe sfifdeam e smafsa
P |

v ORaTE TR BIEATE! Tl 3R ST PT FATed Bl & ToQ 3fidRe FHT Bl Naedds Jaems
RRIGEICNEIN

v iaR® Afafd & e ufdarg! ik wferat B sufeafa gfeferd s & Jemar wwarl

v TR HATD Bl CHT STTABRI IUCTSH BRI, ST TRATE Pl EATe H ¥d §Q Tuferd &l |

v g AT TRATT 58 HTedT AT dod = U fohd! 37 fafeh & 3Tellel TURTY & e # hig gRaTg
SR el T T Bedll g, AT I eIl UG el |

v Bl #, S oifies Iciied &1 el g8 oY, STel STRIUEdl Bl HHAR! 96! &, d8l,
RTEEAT & [aog a1 afs faa afgar S aisT Hwdt §, df YRAT <8 Ifigdt a1 aeqma ugd
TRt 31 fafer & 3Tefie BRATS 3 HATET|

v AT IcdTee &1 HaT fergw i & STefiel HEER AT 3R TH HGHER & ol BRATS IR FHel |

v 3TdRE AfAfd grT Rulet o I7a U= Uwd fo5g Sire o1 Aifeder e

fafaer

iR TAld Tdd boiver gy &, FFuifd weu & o Pyt amg ur, aiite Rue dar sof et 33
Tt BT TRdd Bl |

dop et Ruie § s srfufaay & Siaid graR AT ! WAT, TfS BIs &, qaT I fFuere o RU¥,
I TS ROE & oMfAeT HoT et STgT O ot Aot o1 Rute w1t 1 78 &1, 9t o= e vga
BT ST HehdT &

it Raie dar e

fereprad wfifa v arfies R dar wwit, e fafafed e g

TG H UTH w7 Scdiee bl forepradi sl F=AT|

T F e fawaria ferTaal 1 wwa|

Teg TooT 3 31 7 | wfed ATHe Bl ST |

W Icdiee TaHT AT BTARATATSI AT STPRshdT BT bl TAT |
6 BT B 3T BRATS BT UHId |
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Hifd =1 FEiaa

g SHifd dhlet TATT A L 61 STTd! ¢ | Hafeifd SRare &1 siutere gEied fosar str 8|

v 3T T B gRuT F BT H TR FHRelr qo7 ol FHAIRET & g e 7q 3 96 & g W
ST TR

v ft ARG % G Tl B S & $gre TR TiaNe RIerad AiHfd & o Bl Sedr giia

PRI

v BIYIWE TSR & 31T T SHBT BIITdd= |

v 3o Bl aifies Rule § g Feiee a9 & gt Ac T STB AT By fifer|

v TEIEY® (ARIY) BRI 3 Aifd & BrEieade bl R Bl SITQ q2T @i Icdiea dee fifd
TG SHG BATadS H WaTed ] BT TANTeToT B9 |

BNt O ST WIBRT / Srdietia wiftert / Swiem witwm

$feae S ifueRt e (3reReT) fafaemraet, 1976 & fafam 24(T) & sidid, “w@hie saie” &
“BeER’ & BT H URAING foar a1 g1 $feae S sfusrt wianr (s fafaem, 1976 (Iwa-
AT R HRAed) & fafeas 24 & R, g A et ol fafeas &7 Iowiee BRR =T ST a2
g THI-IT R WA g F AfUpRr FHan! (U Td o) fafsemmaet, 1976 &

fafea 4 & 3asid e ghm|

FABRI & T@T i 10.04.2002 F AT AT (RINTATHS BRaTs 3R Ufesar f&fe) & e
5(2Y) & ded, B W ol it Al & wry @i Icdise’ & foull it e | fo g 'R dgeEr
AT ST €1 Sugh faferammaett & dgd S/t Q% &l STl | S § STRE=lcaTd BrEdre! & ATl o
rfoemTiRaf & fore St srgemaeTares MftesRl/ sTdtetiar UTfEiesTst/ et UTfeer 92T S/amE Ik & fag
Si SRR UTfeeRT/ dietia Uftdr! 2 ¢, ael UTH®RT gAR 3¢ 7 Brhiwd W Al &
e Iadied & foig it B, ST T35 AR FT AR DT & Ufvus dieieueed.137/2008-09,
1% 18.03.2009 # 3feifad g, forgd St Amett & Waiftha eafeier &1 faxga fagwor fear smar g1
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39 Wori st/ i et # e Herar uge &, Sk fGeg piiaamgut fean
o B S T

9 AIfd & DI Wi Idisd & URalg R 39 st/ wriare!/Rae/sta & Jau § 3idRe
fereraa wfEfa & derie srfuen/aIEa Tt & Teg fedt f <amarea & fedt ufdasr sm

e I URT BRI T 8T FRIhrad /qagHarsit & A |, AT g1 {68 T ST Td /TR
L[ BT T8 deb BT |

5. ST
GWEH]

6. A®T Td STRgIada
TEIEYSE (ARY) R $ Aifd & BrEieadd &I PRI B STl T« I det difd ofv
9P BEaT W HHd @] BT [RIeToT fddT SIS |

7. 3NARE AETRIGT 3T STATA BT JHHT

> I : ToRI&IOT BT ATfSeh e T e
> IR : U GRT AT FHIET F SR A1fd oY T

8. <fifa &Y \wtgm

> IS a9 AT 3FTAT JHIET, ST o Ugel &
> 3BT THTRT

FTARIA W AT b ARich Iediee & [FaRoT &g dlfe
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